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ABSTRACT 
Human Resources (HR) in a companies and industry is needed to create high 
competitiveness based on performance results conducted on the company and the industry. 
In an effort to improve the quality of human resources, a company needs to conduct 
performance appraisals. Therefore, the Cooperative "X" necessary to assess employee 
performance that is objectively by 360 degreemethod feedback and Analythical Hierarchy 
Method (AHP).  
From the research results, obtained performance variable priority is adaptability and 
flexibility are at the sub-variables to adjust to any changes in the work environment. The 
highest value for employee performance by initials IM (0.64), the worker who has has 
initialA (0.95), the initial U (0.37) is in the variable adaptation and flexibility. The highest 
value for employee performance by initial Y (0.40), the initial S (0.35) that the co-operative 
variables and cooperation. The highest value for employee performance with the initial E 
(0.61), the initial N (0.60), S (0.57), and D (0.83) is in the variable reliability / 
accountability. The highest value for employee performance with the initial C (0.06) is in the 
variable and problem-solving initiatives. The highest value for employee performance H 
(1.07) is in the variable quality of work. Method 360-degree performance appraisal feedback 
integration more effectively and objectively describe the performance of employees from 
several sources assessor and obtain material for evaluation as a reference in the development 
of quality employees. 
 
Keywords: Performance appraisals, 360 degree feedback method, Analytical Hierarchy  
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INTRODUCTION 
Background 
    Global competition which is characterized by free competition has frequently occurred in 
the past millennium, which is very influential in our daily lives, even in the industrial field. 
The era of free competition had been in sight, competitive advantage has become a 
prerequisite that an organization is able to survive in the turmoil of the changes that will 
occur. Economic growth will change the competitive landscape among companies (Zenita, 
Ika, 2011). Similarly, the credit unions which has long been developing in this decade in 
Indonesia. Intense competition among credit unions which occur especially in the area of 
lead management Nganjuk credit unions need to make a strategy to further enhance its 
service quality. Increasing competition in the cooperatives are required to develop all its 
competence in order to survive and highly competitive. Rapid technological changes, and the 
number of credit unions are creative in developing a business creating high competition to 
acquire customers as much as possible. It requires companies to be more adaptive and agile 
in developing the company. Especially with the AEC (ASEAN Economic Community) was 
established to transform ASEAN into a region with free trade in goods, services, investment, 
skilled labour and freer flow of capital. From this point if the quality of our human resources 
are far below other countries, notably members of the ASEAN members it will be left 
behind, or even an Indonesian company can be managed by other countries that the quality 
of its human resources much better. 
As written by Eko Satyabhara journal entitled "Analysis and design with 360 degree 
method" that one of the factors that influences the development of a business is HR. The 
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quality of human resources in a company urgently needed in creating a high competitiveness 
based on performance results conducted on the company. It is caused by humans have the 
ability to adapt, evolve and have the creativity and able to create value in the products or 
services produced by the company. The importance of the human resources in determining 
the success of a company, the need for human resource management and evaluation 
conducted to determine the performance of the company. One way to determine the 
performance of employees is to conduct a performance appraisal in order to encourage 
human resources to carry out the duties and responsibilities well. According to (Henry 
Simamora, 1995: 327) that the company's efforts to improve the quality of human resources 
is to conduct performance evaluation (performance appraisal) to employees. Employee 
performance appraisal is useful to determine the performance of the employee in completing 
a task or job provided by the company. Through this performance appraisal company can 
determine the condition of the overall company. 
Based on these descriptions, Cooperative "X" are encouraged to conduct employee 
performance appraisal system that is objective, so it can be used as an evaluation of 
companies to improve the quality of the company. One of the methods used in performance 
assessment that is objective is the 360 degree method and AHP (Analytical Hierarchy 
Process). 360 degree method is an assessment of an employee's performance is not only 
judged by the direct supervisor, but also performance assessment drawn from co-workers 
and subordinates of the level of employment. 360-degree assessment methods provide an 
understanding of the individual as to how its effectiveness as an employee, a colleague based 
on the views of others. 
    With the employee performance appraisal system is expected to help the Cooperative for 
assessment of employees with better performance in order to improve the quality of young 
companies whose existence becomes a national asset that is priceless.  
 
Problem Formulation  
1. How to implement the integration of 360 degree feedback method and AHP to assess 
employee’s performance in the Cooperative "X" Nganjuk. 
2. How is result of the implementation of the integration 360-degree feedback method and 
AHP on employees Cooperative "X" Nganjuk. 
 
 
Method Of Research 
1. Method Of Data Collection 
A. Questionnaire  
The questionnaire used contains amounts to 7 variables, are the variable knowledge of 
the work, quality of work, adaptability and flexibility, initiative and problem solving, 
cooperation and collaboration, reliability / accountability, ability to communicate and 
interact, as well as some sub variable in it. 
B. Interview  
To obtain further information as supplementary data, the authors also conducted 
interviews to leaders and some employees of the Cooperative "X" in Nganjuk with 
questions that had been prepared earlier writers. 
C. Survey  
It done by conducting direct observation ofobject that researched in. 
As for the secondary data, the data obtained by: 
1. Literature Study 
Collecting the data through library study and internet study to gather information related 
to the theories that are related to the problems examined. 
2. Documentary Study 
Studying the documents and archival of materials in the Cooperative "X" or other client 
regarding with the problem. 
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Population 
 Population is the total of research subject. If someone wants to examine all the 
elements that exist in the area of research, the research was population research or study or 
the study population census (Sabar, 2007). 
So the population is not only people but also objects and objects of nature. The 
population is not just the number that exist on the object / subject studied, but include 
characteristics / properties owned by the subject or object. 
As for the population in this study were all employees of the Cooperative "X" in 
Nganjuk. 
 
2.  Sample 
Samples are some of the subjects in the population studied, which is certainly 
capable representative to represent the population (Sabar, 2007). 
Samples were taken as respondents in this study were all employees of the 
Cooperative "X" in Nganjuk, which has a direct relationship with the object judged that 
superior, peers, subordinates and themselves. 
 
 
3. Research Instruments 
The instruments used in this study were a questionnaire, which is a number of written 
questions that are used to obtain information from respondents in the sense of personal 
statements or things known (Suharsimi, 1985; 107). 
In this study, there were 11 respondents as an assessor and the method used is the 360 degree 
method. So that each respondent received 11 questionnaires or assess a number of 11 
employees, including himself. 
The steps in the manufacture of instrument guided by the opinion of Sangarimbun Masri 
(1989; 95) the preparation of a research instrument is a series of activities, namely: 
1. Determine the dimensions of the concept of research. Concepts and social research 
variables often have more than one dimension, the full dimensions of a variable that can 
be measured, the better and the resulting size. 
2. The formulation of the measure for each dimension. This is usually the form of questions 
that are relevant to the last dimension. The questions in this research instrument has the 
following criteria : 
a. In terms of the answer, shaped enclosed questionnaire by allowing the respondent to 
answer by choosing one of the alternatives answers have been provided several 
possible answers. 
b. In terms of the answers given to the questionnaire there are seven variables that 
consist of sub-sub-questions. These variables include knowledge of the work, quality 
of work, adaptability and flexibility, initiative and problem solving, cooperation and 
collaboration, reliability / accountability, as well as the ability to communicate and 
interact. The scale used is a Likert scale with five levels used (1, 2, 3, 4, 5). 
 
 
FLOWCHART OF RESEARCH METHOD  
 
The flowchart describes about the steps in the research and can be seen in the picture 
below. It was started in background of the problem that got in the research location and 
ending by analysis and discussion, also conclution.  
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RESULT AND DISCUSSION  
 
Employee Performance Appraisal Method 360 Degree Feedback 
After the deployment of 360 degree questionnaire feedback method, the obtained 
performance value data for each employee. Then do the transformation of the ordinal scale to 
interval scale. To change the ordinal data into interval data used Successively Method 
Interval (MSI). Where a statement or question submitted by using a Likert scale, it will 
obtain ordinal data, which do not show the comparison of a real answer. With a data interval, 
the comparison between the actual answer will be seen that can then be processed to obtain a 
value responses. From the data processing will be taken the average value of many-
respondents (superiors, peers, subordinates, and myself). 
The performance values for each variable from other sources than the self-assessment of the 
initials IM to employees as a leader in the Cooperative "X" is shown in the following table. 
 
Start 
Background Of Problem 
Identification Of The Problem 
Formulation Of The Problem  
Analysis And Discussion 
Data Processing 
Determine The Purpose Of The Research 
Literature Review 
Data Retrieval 
End 
Conclution 
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Table Gap employee performance value with the initials "IM" 
Variable 
Value of another 
source 
Value of 
yourself Gap 
Bottoms Yourself 
Knowledge of work 1.53 1.00 0.53 
Work Quality 1.76 1.31 0.45 
Adaptation and flexibility 1.64 1 , 00 0.64 
initiative and problem solving 1,86 1,67 0,19 
cooperative and cooperation 2,38 2,57 
-
0.19 
Reliability / Accountability 1.61 1.40 0.21 
ability to Communicate and 
Interact 1.52 1.00 0.52 
Source: Data processed by Ms. Excel (Analysis MSI) 
 
The positive gap in the table shows the gap value of superior performance showed a good 
value. Compared with the value of self result the positive gap means that the value given by 
subordinates are in accordance with the values by yourself. The biggest gap that arises in the 
variable adaptation and flexibility, it shows that the adaptability and flexibility of excellent 
leadership in the judgment of the subordinate.  
Negative gap performance value on cooperation and collaboration, this indicates a 
discrepancy between the leaders of the value of the expected value of the subordinate hence 
the need for an agreed understanding of performance between co-workers with the 
production manager.  
The performance values for each variable from other sources when compared with the 
assessment of yourself to M. Yoni as PKB is shown in table 4.23. 
 
3. Outcome Of Assessment Employee Performance 
From the results of the performance appraisal method “360 degree feedback” and AHP 
obtained outcomes that will be received by the company as follows: 
 Know the performance expected by superiors, peers and sub ordinates in an effort to 
evaluate themselves 
 Become a mean of controlling the performance of employees and improve 
communication among fellow 
 Speeding up the process of cooperation and working relationship between employees 
 Getting priority competencies required of employees 
CONCLUSION AND RECOMMENDATION 
 
Conclusion 
Based on the results of the analysis has been done, it can be concluded that by 
implementing a performance appraisal method 360 degree feedback obtained more 
information about the performance of various parties, namely bosses, co-workers, yourself, 
and your subordinates and comparison of the performance of others with the value of the 
performance itself. So it will illustrate the value of performance objectively and gain an 
overview of performance for evaluation of development for each employee in order to create 
a better performance than the previous one. 
Employee Performance Assessment with the 360 degree method showed a negative 
gap on several variables indicating a mismatch value of the expected leadership with values 
from other sources, therefore there should be an evaluation of the self through discussion 
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with superiors, peers, and subordinates based on the value of the performance obtained by 
each employee. 
From the assessment results obtained top marks for employee performance initials 
IM (0.64) A (0.95), U (0.37) is in the variable adaptation and flexibility. The highest value 
for employee performance initials Y (0.40), S (0.35) that the co-operative variables and 
cooperation. The highest value of performance for E (0.61) N (0.60), S (0.57), and D (0.83) 
is in the variable reliability / accountability. The highest value of performance for C (0.06) is 
in the variable and problem-solving initiatives. The highest value for employee performance 
initials H (1.07) is in the variable quality of work. 
While the results of the weighting of the sub-variables with AHP shows that 
subvariable with the highest weight of each variable, namely: 
 Understanding the duties and responsibilities of work  
 shows attention to detail, accuracy, precision, and accuracy on the job 
 Adjusting to any changes in the work environment  
 Generate ideas , action, and innovative solutions, maintaining an effective working 
relationship  
 Completing tasks and fulfil responsibilities in accordance with the prescribed time limit 
 Wants to receive input from others in terms of work and personal 
from these results, the priority sub variable obtained by the reference to performance 
appraisal while overview of performance is the basis for the development of evaluation 
for each employee so as to create a better performance than the previous one. 
 
ADVICE 
For evaluation of employee performance, Cooperative "X" should conduct performance 
appraisals with 360 degree feedback and AHP method to know this and to know the 
performance over the expected performance by superiors, peers, and subordinates. So that 
could be a means of controlling the performance of employees in an effort to improve 
communication between supervisors and subordinates as well as to improve employee 
performance. 
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